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The primary purpose of this paper Is to examine the use and
effectiveness of four traditional methods of training: Cl) The Lec¬
ture Method, (2) The Conference Method, C3) The Case Method, and (4l
Role Playing. The research for this paper was conducted through the
use of descriptive analysis and survey research, using telephone
Interviews. In addition, a survey was conducted to determine: (1}
the extent to which the companies surveyed utilize the four training
methods (lecture, conference, role play, case study), (2) do the
companies have a training/human resource development unit or a per¬
sonnel/human resource unit, (3) are there persons designated to per¬
form training functions, (4) if any of the companies use any of the
methods of training examined In this study, (5) does a relationship
exist between the sixe of a company and the method of training used
by those companies, and (6) the types of training offered at those
companies. The results of the survey were not significant at the P
< .05 level. The telephone Interviews were conducted In May 1988,
1
with a random sample of companies in the Atlanta Standard Metropolitan
Statistical Area (SMSA) employing 750 or more persons. The companies
selected were obtained from Atlanta; Larger Employers (1986), com¬
piled by the Atlanta Chamber of Commerce. A 66 percent return rate
was obtained through the use of the telephone survey. The main
sources of information were existing materials which included: books,
journals, government documents, and primary data obtained from the
survey.
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I. INTRODUCTION
Employee training has changed significantly within the last
ten years. The introduction of the computer, interactive i^ideo and
satellite transmissions, have allowed organizations to train more
employees in a shorter period of time, lifith technological changes
occurring rapidly, organizations must take steps to ensure that their
employees are adequately trained, if their organizations are to
remain competitive.
Although these newer methods have recently come into vogue,
they have not replaced the older, more traditional methods. This
study is limited to an examination of four of the older methods:
lecture method, conference method, case method, and role play. The
objective of this study is to examine the use and effectiveness of
the above training methods. These four methods were selected from
the myriad of training techniques, due to their adaptability and
frequency of use in industry, academia, and public organizations.
In addition to the focus on the four training methods above,
this paper describes training as it developed with federal support
during World War II and then moves to an exploration of the advan¬
tages and disadvantages and criticisms of the four methods (lecture,
conference, case and role play). Additionally, a survey was conducted
with selected companies in the eighteen-county Atlanta Standard
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Metropolitan Statistical Area (SMSA), to determine: (1) the extent
to which the companies surveyed utilize the four training methods
(lecture, conference, role play, case study), (2) do companies have
a training/human resource development unit or a personnel/human
resource unit, (3) are there persons designated to perform training
functions, (4) if any of the companies use any of the methods of
training examined in this study, (5) does a relationship exist
between the size of a company and the method of training used by
those companies, (6) the types of training offered by those companies.
The rationale for training employees tS' included in the following
four points;
1. Technological changes, which frequently require changes
in strategies, structures, and management styles and
practices
2. Changes in public attitudes and demands^
3. Changes in strategies and organizational structures,
which require different managerial skills
4. Changes in employees' valu'’” life styles, and
education levels, which cai. for different ways
of leading and motivating employees.^
The remainder of this paper is divided into four sections:
section II consists of the literature review, which includes a dis¬
cussion of the early developments in training, beginning with World
War 11 and advantages and disadvantages and criticisms of the four
training methods selected for this study; section III sets forth the
^Charles E. Watson, Management Development Through Training
(Reading, Massachusetts: Addison-Wesley Publishing Company, 1979),
p. 5.
3
method and limitations of the study; section IV presents the findings
of a survey of types of training and training methods used by selected
companies located in the Atlanta Metropolitan area; section V consists
of conclusions and recommendations.
n. LITERATURE REVIEW
Early Developments tn Training
To understand more fully the advantages of training and why
employees need training, the writer researched the literature on
early efforts at training employees. During the course of the search
of the literature, the writer found documents that described the
first national effort by the United States government to sponsor
2
nation-wide training in collaboration with private industry. This
federal initiative began during World War II, because of the need to
train all workers for maximum output during that crisis period, the
success of which had direct bearing on the development of training
which followed. This national effort was carried out in two programs
sponsored by the U.S. Department of Education and the War Manpower
Commission. The two programs that emerged were: Training Within
Industry (TWI), and Engineering, Science and Management War Training
(ESMWT), the purpose of which was to teach any man to do any job
quickly and efficiently. These two programs were designed to train
millions of people during World War II, and had a profound effect on
training during that period.
2
The documents referenced were published by the War Manpower
Commission and are entitled The Training Within Industry Report 1940-
1945 and Training Within Industry Matertals. Full citations appear
elsewhere in the paper.
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It was recognized that, the era of trfal-and-error learning
Cpre-WWI) was over, as the self-training of the earlier era was too
lengthy a process for employers who needed experienced workers im-
inedtately. This self-training process can be described as a repeti-
tional process. The new employee was shown his/her particular
duties by an employee who was thought to be skilled in his/her area.
The problem with this apprach was that the skilled employee did not
necessarily perform his/her task efficiently nor effectively. In
addition, an unnecessarily lengthy period of time was spent on train¬
ing employees in this fashion. Thus, in an effort to speed up train¬
ing of workers and to develop more skilled workers in areas of
critical need essential to the defense of the nation, the new training
programs were launched.
Training Within Industry
Training Within Industry was an emergency service to the
nation's war contractors and likewise trained persons for essential
services during the period of crisis. The staff for the Training
Within Industry program were drawn from industry to give assistance
to industry, and its history covers the period from the fall of France
to the end of World War II - from the summer of 1940 to the fall of
1945. "TWI's objectives were to help contractors to get out better
war production, faster, so that the war might be shortened, and to
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help industry to lower the cost of war materials."
^War Manpower Corranission, Bureau of Training, Training Within
Industry Service, The Training Within Industry Report 1940-1945 (Wash¬
ington, D.C.: 19451, p. xi.
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Training Within Industry is known for the results of its
programs - job instruction, job methods, job relations, and program
development, which were built on certain accepted principles.
Training Within Industry was undertaken to meet the specific objec¬
tive of immediately increasing production for defense, no long-range
objectives were set, but there were many implications for the develop¬
ment of the individual and for the improvement of the country's educa¬
tional system, the overall goal of TWI was to support the war efforts,
accordingly:
The underlying PURPOSE of this activity is: to assist
defense industries to meet their manpower needs by
training within industry each worker to make the fullest
use of his best skill up to the maximum of his individual
ability, thereby enabling production to keep pace with
defense demands.^
In an effort to ensure the success of the program.
The TWI organization was planned in 1940 as a country¬
wide network of industrial training men each of whom
would (1) establish a local industrial panel of volun¬
teer consultants, and (2) serve as a link in a national
chain in order to circulate useful techniques among the
various industrial areas of the country.5
The problem of increasing all kinds of skills was regarded
as involving three parts: (1) taking an inventory in order to
discover the skills among the unemployed and the skills of those
who were working below their greatest usefulness; (2) training
\ar Manpower Commission, Bureau of Training, Training Within
Industry Service, Training Within Industry Materials (Washington, D.C.
1945)»p. 1.
c
Mar Manpower Commission, The Training Within Industry
Report 1940-1945. p. 5.
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outside industry; and (3) training within industry. It was felt that
selected staff of the Training Within Industry program, serving as an
advisory group should take into account job progression (or upgrading),
trade apprenticeships, and supervisory development. The TWI programs
were structured into four parts--job instruction, job methods, job
relations, and program development. They were methods of group instruc¬
tion whereby plant employees learned through practice the solution to
their own problems by using these specific methods. Overall, the TWI
program resulted in the certifications of 1,750,650 supervisors in
16,511 plants and unions. All of this was done because of the multi¬
plier principle, which is: "develop a standard method, then train
people who will train other people who will train repeated groups of
people to use the method."®
In connection with supervisory development, the Advisory Com¬
mission to the Council of National Defense recommended that, "training
be directed toward improving and accelerating the training of super¬
visors in handling the human situations under their charge so as to
secure maximum cooperation."^ Job relations was developed by TWI
over a two-year period of research and experimentation. TWI set up
a ten-hour unit in job relations training, which provided practice in
handling the human situations. Job relations was chosen rather than




step-by-step procedures for the job instruction and job methods
modules can be found in Appendix A.
Engineering, Science, and Management Mar Training
The ESMWT program was organized in 1940 by an act of Congress,
and terminated June 30, 1945. More than one and one half million men
and women received special training during the period from October 9,
1940 to June 30, 1945, in intensive college-level courses designed to
prepare them for technical and scientific worR in war industries. The
federal government expended nearly $60 million to cover the actual
costs incurred. The specific purpose of this program was to provide
short courses at the college level, designed to meet the immediate
shortage of engineers. ESMWT programs were conducted at various col
leges and universities and administered by the U.S. Office of Educa¬
tion. Mot'e specifically.
The program originally was intended to train only engineers
and assistant engineers, but developments during the latter
part of 1940 made it desirable to broaden its scope by the
application of this type of training to the fields of physics,
chemistry, and production supervision. A specialized type of
training program was inaugurated to supplement the regular
curricula ..., college-level courses having as their objectives
the preparation of trainees to perform specific industrial
jobs, the retraining of graduate engineers to perform new or
more specialized tasks needed in the defense effort ....®
The need for experienced management personnel was never as
great as it was then. Organizations began to realize that expansion
O
Henry H. Armsby, "Engineering, Science and Management War
Training Final Report," U.S. Education Bureau Bulletins 1-20 (Wash¬
ington, D.C.: 1946), p. viii.
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depended on capable and trained management. The educational level
of the postwar workforce contributed greatly to the growth of training
programs in industry. Better communication and greater understanding
of the usefulness of learning, made the average employee more recep¬
tive to training. Workers realized that they could become more useful
and earn more money if they acquired the necessary knowledge and skill
demanded by industry. Although the program was terminated in June
1945, universities saw a need to continue the program, and began offer¬
ing these same courses to interested students through their respective
divisions of adult and continuing education.
As stated earlier, colleges and universities saw a need to
continue and expand these two programs after WWII, to meet the demands
of a more varied workforce. Universities, colleges and governments
recognized then, as well as now, the importance of training in rela¬
tion to achievement of organizational goals, as well as for personal
development.
Training, when used to realize or maximize organizational
goals, necessitates an examination of the goals of the training session,
the employees requiring training and the content of the training ses¬
sion. With technological advances occurring frequently, it is of
paramount importance that organizations train their employees in the
latest technology to remain competitive in their industry.
There are numerous methods that organizations can utilize to
train their employees. As stated in the introductory section, this
paper focuses on four: (1) lecture method, C2) conference method.
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(3) case method, and (4) role playing. A detailed analysis of these
methods follows.
Lecture Method
The lecture method, is one of the older, more traditional
methods. Although newer methods are utilized, the lecture is one of
the most popular methods. Most lectures are used to inform or instruct
the participant, who for the most part remains passive. The lecture
is also utilized for motivational purposes, as well as for attitudinal
changes. The lecture while disseminating useful information is usually
dull and uninteresting, due in part to lack of participation from the
trainees. It also does not provide an opportunity for reinforcsnent
or practice, or take into consideration the attainment level of the
trainee. It is by far the most economical methoc to train an almost
unlimited number of participants, determined by the size of the train¬
ing facilities and the seating arrangement. An effective lecture should:
1. Inspire interest within the group - the lecture should be
thoroughly examined to determine how best to maintain a respectable
interest level within the group. Variations in voice tone and periodic
reinforcement of the benefits of the lecture are two recommendations for
decreasing trainee boredom.
2. Be organized and clear - the lecture should be organized in
a sequential manner, emphasizing key points, unambiguously.
3. Be developed with the specific group and attainment level
in mind for maximum value to the participants.
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4. Establish a positive communicative relationship with the
trainees for maximum attention and retention of concepts. A good
lecture can be negated by a poor presentation.
John P. Campbell et al., in "Training and Development: Methods
and Techniques" note that:
The lecture is of little value in industrial training.
Its difficulties being that it is very difficult for
the learners to obtain feedback regarding how they are
doing, and there is little opportunity for the learner
to participate in the process.
The authors also note that the lecture, however, is valuable because
it is economical, it has good informational quality, and is widely
accepted, yet they caution that it should be used sparingly due to
its shortcomings.
Conference Method
The conference method serves as a method of dispelling mis¬
beliefs or misconceptions. "The purpose is to explore a subject and
permit questioning that will bring out the unclear areas so that they
11
can be cleared up." In the conference method, the participants share
facts and ideas, drawing conclusions which ultimately should result in
^Robert L. Craig, Training and Development Handbook (New
York: McGraw-Hill Book Co., 1976), p. 144.
^^John P. Campbell et al., "Training and Development: Methods
and Techniques," Managerial Behavior, Perfomance, and Effectiveness
(New York: McGraw-Hill Book Co., 1970), p. 178.
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Les Donaldson and Edward Scannel, Human^Resource Development,
The New Trainer's Guide (Reading, Massachusetts: Addison-Wesley
Publishing Company, l9G3), p. 78.
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positive improvements in one's performance. Additionally, "by pro¬
moting a free exchange of ideas, the members take responsibility for
12
learning." For maximum benefits to be realized, it requires that
all trainees actively participate. The conferences usually range in
size from fifteen to twenty, with the trainer guiding the discussion
and providing feedback, and the trainees must have knowledge of the
subject being discussed. The conference method has been used in prob¬
lem solving, decision-making and in attempts to change behavior result¬
ing from resistance by discussing those factors responsible for re¬
sistance. The conference should also increase constructive thinking,
and is used frequently in executive, supervisory, sales, and public
relations training. "Criticisms of the conference method as a training
technique center around its inability to cover substantive content in a
13
reasonable length of time, and frequent lack of organization ...."
Case Method
Cases must be as true to life as possibe, to prevent boredom
and comments of general non-applicability. Participants also should
not be flooded with cases, resulting in an attempt to find the right
answer, instead of develpping analytical reasoning skills, writing
skills or communication skills.
The selection or preparation of cases is a slow process, and
finding the right case or designing the appropriate cases take time and
13
Campbell, "Training and Development: Methods and Tech
niques," p. 178.
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money. Likewise, the time required to read the cases may not be found
prior to the training session and the problem of not having a correct
answer often frustrates the participants, who do not realize the bene¬
fits of the technique. Role playing, when used with the case method,
allows the participant the opportunity to act out their recommendations
The Harvard Case Method, which is vtell known and widely used
dates back to the 1800s. The objectives of this method are development
of analytical reasoning skills and independent thinking by sifting
through voluminous details to find the underlying facts. The leader
in this method, acts as a catalyst, guiding the process and providing
an environment conducive for group discussions, and is, therefore, not
a recommended training method for the novice trainer. A variation of
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the Harvard Case Method is The Wharton School Method, which utilizes
current events as the basis for their cases, the benefit of which pro¬
vides the participant with factual information and comparing the group
recommendations with those implemented by management. The training
sessions are chaired by an executive from the company under study.
This method requires advance preparation, interim preparation of indi¬
vidual reports, and analysis of recommendations. During the first meet
ing, the company executive provides the trainees with factual back¬
ground information necessary for subsequent assignments. During the
group's second meeting, the participants discuss their recommendations,
and the best, as determined by the course instructor, is forwarded to
^^Craig, Training and Development Handbook, p. 178.
the company executive. On the third meeting, the executive meets
again with the participants to discuss the recommendations arrived at
by the participants and the implementation of those recommendations
by the company. Critics of the case method point out the methods
inability to teach general principles and the "lack of guided instruc-
tion concerning the inferences being drawn by the trainees from the
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discussion of the case." Advocates, on the other hand, profess that
"self-discovery is more meaningful and that the general principles are
learned better and remembered longer when they are generated by the
trainees themselves."^®
Role Playing
Role playing bridges the gap between thinking and doing. Role
Playing was utilized during World War IT in connection with the Train¬
ing Within Industry-Job Instruction Program, sponsored by the U.S.
Department of Education and the War Manpower Commission.
Role playing is used quite frequently in sales training, where
the salesmen practice different situations with their bosses or a more
experienced salesman* who plays the role of the customer.
Role playing provides the participant the chance to practice,
learn by doing, or imitating others. This technique also allows for
feedback from the other members in the group to those actually parti¬
cipating in the role play exercise. This feedback provides greater
^®Campbell, "Training and Development: Methods and Techniques,
p. 182.
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analytical skills relevant to real life situations. During the ses¬
sion, the participants may be asked to play different persons in the
work environment, such as the boss, supervisor or perhaps themselves,
and oftentimes provides alternatives for certain situations. The sit¬
uations may be true to life or imaginary. After providing the back¬
ground of a situation, the actors are instructed to act out their
reactions to the situations, being as real as possible in their feel¬
ings. The more structured or artificial the situation, less spon¬
taneity and applicability to real situations results. The participants
do, however, have an opportunity to act out their roles multiple times.
The success of the method rests on the ability of the
players actually to adopt the roles specified in the
case problem and to react to the actions of the other
players just as they would if they were in the work
situation.”
Role playing is another technique that is nor recommended for
inexperienced trainers. The role playing technique has been used in
leadership training, interviewing delegation, and sales training.
Role playing is also used in conjunction with the case method, con¬
ference method, business games and T-groups as a training supplement.
Advantages/Pisadvant :es of the Training Methods
The Lecture Method
The Lecture Method is the transmission of information in one





1. It does not require advance preparation by the trainees,
and is applicable to any size group.
2. The lecture method is time saving and allows for a wealth
of information to be discussed in a short period of time.
3. The trainer is in control of the training session, gauging
the presentation, allowing for repeated clarification and
emphasis of key points.
4. It is economical. Considerable amounts of information
can be conveyed to large numbers of people By one lecture.
In the same amount of time it takes to teach a few ideas
using the participative methods, the lecture can cover
many more facts, concepts, and principles.
Disadvantages
1. There is no participation or feedback, and content rein¬
forcement is questionable.
2. The lecture method often does not take into consideration
the knowledge level of the participants.
Conference Method
According to Watson (1979), "training does not always involve
the presentation of new information and concepts. Sometimes its objec¬
tive may be (1) to share ideas and experiences and pool information
19
among participants, (2) to solve problems common to a group "
Advantages
1. It involves the active participation of all trainees,
allowing further discussion of the current topic.
^®tfatson. Management Development Through Training, p. 156.
^^Ibid., p. 160.
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2. It encourages learning from one another through their
respective experiences.
3. It is more effective in changing attitudes than the
lecture.
Disadvantages
1. Discussions can easily be dominated by the most out¬
spoken person, or the person in the highest level
position in an organization, or the person possessing
the highest perceived status.
2. Some individuals may be unwilling to listen and learn
from others, especially those whom they perceive as
having low status.
3. It is not for the novice or untrained instructor. It
requires skill in group processes and a solid knowledge
of the subject to be discussed.20
The Case Method
The Case Method is an actual presentation, either verbal or
written of a particular incident. The case study method requires that
the training instructor be knowledgeable, and able to think well.
Advantages
1. Case studies involve reality, they are not just a lot
of theory.
2. Cases are challenging and invite active participation.
They encourage students to learn for themselves.
3. The case study method not only teaches generalizations
and contingent principles, but, most importantly, it
teaches people how to inquire and search for meaning





4. When conducted properly, case-study analysis and
discussion discourages black-and-white, simplistic,
and dogmatic thinking.
Disadvantages
1. The case-study method is a slow way of teaching. Case
selection, preparation, analysis, and discussion take
time.
2. The case-study method is sometimes ambiguous and frus¬
trating.
3. In many cases there is no one correct answer. This
ambiguity is frustrating, especially to dogmatic
students who cannot live with uncertainty.^
Role Play
Role playing involves the direct participation of all of the
individuals in the training session through role reversal.
Advantages
1. Role playing is a form of experiential learning but is
usually more impactful than everyday experience because
it involves observation, discussion, and analysis - that
is, systematic reflection on the experience with the
aim of learning something from it.
2. Role playing makes evident what a person has the ability
to do, thus illustrating dramatically the gap between
knowledge and ability to apply it, or the gap between
thinking and doing.
Disadvantages
1. Without proper counseling in advance, the role play is
nothing more than a game, and the participants may not





2. If the role play involves other trainees acting as
observers, some participants may simply go through
the motions and the result is far from ideal.22
A more meaningful analysis of the four training methods
selected for this study in terms of specific training objectives is
reported in a study by Stephen J. Carroll, Frank T. Paine and John J.
Ivancevich, entitled "The Relative Effectiveness of Training Methods-
Expert Opinion and Research." This study by Carroll et al., compares
nine training methods in which the lecture, conference, case and role
playing methods are included. This study compares all nine methods in
terras of six training objectives: "knowledge acquisition, changing
attitudes, problem-solving skills, interpersonal skills, participant
23
acceptance and knowledge retention."
For purposes of this analysis, the findings on the effective¬
ness of the four training methods selected for study in this paper
were taken from a table prepared by Carroll et al., in which directors
of training of 200 Fortune 500 companies were requested to rate the
effectiveness of alternative training methods for the various training
objectives. The companies in this study were chosen because the authors
thought that the greater the number of employees would be indicative of
the amount of training conducted. The authors' findings are based on
117 responses or a 59 percent return rate. Table 1 presents that part
^^Ibid., p. 178.
^^Carroll et al., "The Relative Effectiveness of Training
Methods - Expert Opinion and Research," Personnel Psychology 25 (1972):
495-509.
TABLE 1
RATINGS OF TRAINING DIRECTORS ON EFFECTIVENESS OF ALTERNATIVE















M R M R M R M R M R M R
Case Study 3.56 4 3.43 2 3.69 4 3.02 2 3.80 3 3.48 4
Conference 3.33 3 3.54 3 3.26 2 3.21 3 4.16 4 3.32 2
Role Play 2.93 2 3.56 4 3.27 3 3.68 4 3.56 2 3.37 3
Lecture 2.53 1 2.20 1 2.00 1 1.90 1 2.74 1 2.49 1
Legend: l*lowest ranking m»mean
4=highest ranking r=rank
Source: Stephen J. Carroll, Frank T. Paine and John J. Ivancevich, "The Relative
Effectiveness of Training Methods-Expert Opinion and Research," Personnel Psychology 25
{1972);498.
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of the findings of the survey as it relates to this study, and illus¬
trates the effectiveness of the four alternative training methods for
various training objectives. The six training objectives have been
rated with arithmetic means (m). A higher mean indicates a higher
effectiveness rating. This, again, is better explained under the
ratings (r) column on the table. Ranging in ascending order, from 1
to 4, the figures give an indication of the effectiveness rate.
The training directors ranked the lecture method as least
effective (1) of all training methods, based upon the rankings given
for each of the six training objectives. The conference method
ranked consistently higher than the lecture method in all areas of
change, especially knowledge acquisition, changing attitudes, inter¬
personal skills and participant acceptance, however, lower than the
role play method and the case method in problem-solving skills and
knowledge retention.
The case method was ranked highest (4) by the directors of
training in knowledge acquisition, problem-solving skills and know¬
ledge retention and lower (2) in changing attitudes and interpersonal
skills, in comparison to both the conference method and role play
method. The role play method was ranked highest (4) in changing
attitudes and interpersonal skills, and lower (2) in knowledge
acquisition and participant acceptance, in comparison to both the
case method and conference method.
This analysis shows that the directors of training of these
companies believed that the training methods rated most or more
22
effective for achieving one objective were not necessarily rated as
effective for achieving another objective, as shown in table 1. In
terms of effectiveness, the mean of the lecture method ranged from a
low of 1.90 to a high of 2.74; the mean of the conference method
ranged from a low of 3,21 to a high of 4.16; the mean of the case
method ranged from a low of 3.02 to a high of 3.80; and the mean of
the role play method ranged from a low of 2.93 to a high of 3.68.
The analysis of the four training methods selected for this
study (lecture, conference, case study, and role playing), are consis¬
tent with the findings of Carroll et al., and other studies, confirm¬
ing that there is no one method of training, alone, which is superior
In achieving several training objectives. However, as shown in table
1, the study highlights the apparent superiority of the case study
method,,as an alternative method of training, suggesting its practica¬
lity over the others which are more theoretical. The effectiveness of
the above methods (and others not within the scope of this paper),
increase significantly when used in conjunction with another method.
III. METHODOLOGY
The research for this paper was conducted through the use of
descriptive analysis and survey research using telephone interviews.
The telephone survey was used in order to obtain a higher response rate
than would have been obtained via a mail survey or face-to-face inter¬
views. In face-to-face interviews, the interviewee may be hesitant to
answer certain questions, however in a telephone survey, these same
persons are more willing to respond to the questions. A structured
format was used to maintain consistency of questions ashed of each
respondent. There are both advantages and disadvantages in using the





no field staff are necessary
-length of interview is ten
to fifteen minutes maximum
will receive more honest




trust and rapport with
interviewee
-complexity of questions
-open ended questions may
yield answers which are
incomplete
-closed ended questions
may limit respondent to
options presented by the
interviewer
The telephone survey was conducted with companies in the Atlanta
eighteen-county Standard Metropolitan Statistical Area CSMSAI with 750
23
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or more employees. The companies surveyed were selected from Atlanta:
Larger Employers (1986), published by the Atlanta Chamber of Commerce,
which lists companies in the Atlanta SMSA with 300 or more employees.
Five distinct groups were obtained from this listing. Table 2 gives
the grouping of companies by range of the number of employees, the
number of companies selected within the five groups, the number of
responses from each group and the percentage of responses by the se¬
lected companies.
TABLE 2
RESPONSES OF COMPANIES BY GROUP SIZE
Total No of
Number of Companies Number of %
Group Companies Selected Responses Distribution
8000+ 5 5 3 6%
5000-7999 9 5 3 e%
2500-4999 20 10 9 18%
1000-2499 58 20 12 14%
759-999 32 10 6 12%
124 50 33 66%
The total universe of the survey consists of 124 comapnies from
which a random sample of fifty were selected. The sample was obtained
by using a Hewlett Packard HP-llC Programmable Scientific Calculator.
The HP-llC random number generator uses an arbitrary seed to initiate
a uniform distribution of numbers. The arbitrary seed used in these
calculations was the total number of companies in each of the five
groups.
25
The Statistical Package for The locial Sciences (SPSS ),
using the AT & T 385 was employed to analyze the survey results. The
SPSS^ Batch System is a comprehensive tool for managing, analyzing,
and displaying data. Its range of data modification and statistical
analyses tasks are accomplished through simple English language.
Results can be easily obtained with a minimal understanding of computer
knowledge. The SPSS^ program and a glossary of SPSS^ commands are
located in Appendix B. In addition to the data obtained frm the tele¬
phone survey, information was taken from books, journals and govern¬
ment documents.
The instrument used for the survey is a modification of The .
U.S. Training Industry Survey (1987) - conducted by Lakewood Research,
Minneapolis, MN., for a consortium of organizations, including Train¬
ing Magazine. The modified survey, along with a list of Standard
Industry Codes (SIC) can be found in Appendix C. A return rate of 66
percent was obtained through the use of this survey instrument.
IV. FINDINGS OF THE SURVEY
The survey was undertaken to determine: (1) the extent to which
the companies surveyed utilize the four training methods (lecture, con¬
ference, role play, case study), (2) do the companies have a training/
human resource development unit or a personnel/human resource unit, (3)
are there persons designated to perform training functions, (4) if any
of the companies use any of the methods of training examined in the
study, (5) does a relationship exist between the size of a company and
the methods of training used by those companies, and (6) the types of
training offered by those companies.
Items 1, 2 and 3 of the survey were included to identify the
companies, types of activities in which they are engaged, and the num¬
ber of employees of each company. Items 4 and 5 were included in the
instrument to determine whether a training/human resource development
or personnel/human resource unit exists within the companies, and that
there are designated persons responsible for human resource management
and employee training functions (see tables 3 and 4).
The data in table 3 indicates that twenty-one percent (7 per¬
sons) were designated as training/human resource development officers;
61 percent (20) indicated that their departments are responsible for
personnel/human resource functions; 12 percent (4) indicated that they
were responsible for both training/human resource development and
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their departments are responsible for other functions as well as train¬
ing functions. The data in table 4 indicates that fifteen percent (5)
of the respondents were either training/human resource development
executives or training/human resource development specialists; 27 per¬
cent C9) indicated that their titles are personnel manager/specialists;
6 percent (2) indicated that they are in non-training general manage¬
ment positions; 9 percent (3) simply stated that they held staff posi¬
tions within the human resource department, and 27 percent (9) of the
respondents indicated that they had other responsibilities within the
human resource department, and that their relationships to training
were various.
Item 6 was included to determine the types of training the
companies offer (see table 5). Table 5 indicates the types of training
offered by company size and industry type, of the thirty-three com¬
panies surveyed. Six percent (2) of the respondents indicated that
their companies offer training in the area of executive development;
18 percent (6) offer training in management skills and development; 18
percent (6) offer training in clerical/secretarial skills; 9 percent
(3) provides training in communication skills; 6 percent (2) indicated
that their companies offer training in new methods/new procedures; 24
percent (8) provides training in technical skills/technical knowledge;
30 percent (10) offer training in other areas, and 30 percent (10)
offer training in all of the areas listed on the survey instrument.
Item 7 was included to determine the extent to which the com¬
panies use the four training methods (conference, lecture, role play.
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TABLE 5
TYPES OF TRAINING OFFERED BY COMPANY







Types of Training Offered**
1 2 3 4 5 6 7 8
8000+ 1 5311 X
2 4811 X X X
3 4511 X
5000- 1 5411 X
7999 2 5311 X
3 4311 X
2500- 1 3646 X
4999 2 4210 X
3 5411 X
4 5411 X
5 7362 X XX X




1000- 1 3714 X











750- 1 4210 X X
999 2 3079 X X X
3 3312 X
4 4833 X X
5 2782 X
6 5810 X
N = 33 2 6 6 3 2 8 10 10
6% 18% 18% 9% 6% 24% 30% 30%
30.
TABLE 5—Continued
* - Refer to Appendix C for a listing of Standard Industry
Codes.
**
- 1) Executive Development, 2) Management Skills and
Development, 3) Clerical/Secretarial Skills, 4) Com¬
munication Skills, 5) New Methods/New Procedures, 6}
Technical Skills/Technical Knowledge, 7) Other, 8) All.
case study) based on company size, types of industry, type of unit
responsible for conducting training and the use of one or more of
the four methods.
Table 6 indicates the company use of the four training methods
(conference, lecture, role play, case study). Thirty-three percent
(11) of the respondents indicated that they use the conference method;
27 percent (9) use the lecture method; 12 percent (4) use the role
playing method; and 6 percent (2) use the case method. Thirty-three
percent (11) use other methods of training, and 30 percent (10)use
all of the methods listed on the survey instrument.
The results of the survey were not significant at the P<.05
level. "A common practice in the social sciences is to use this .05
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probability level for testing the null hypothesis," and therefore,
it cannot be concluded that a relationship exists between the size of
the company and the method of training used by the companies surveyed.
The fact that there were no significant findings may be the result of
pA
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- 1) Conference, 2) Lecture, 3) Role Play, 4) Case Method,
5) Other, 6) All
the sample size, the nature of the questions, or the fact that mul¬
tiple responses were allowed. However, the findings of this survey
does illustrate the diversity of usage in the variety of methods
utilized and the types of training offered in industries of various
types and sizes. Moreover, the survey indicates that the companies
selected use the four methods examined in the study, in addition to
many others, regardless of the size and type of the companies.
V. CONCLUSIONS AND RECOMMENDATIONS
Conclusions
The objective of this paper was to examine the effectiveness
and use of four training methods (lecture, conference, case method
and role playing). These four methods were selected due to their
adaptability and frequency of use in industry, academic, and public
organizations.
Prior to discussing the four methods, the writer presented
a discussion of a nation-wide effort at training all workers during .
a crisis period. World War II. Two programs emerged during that
period. The Training Within Industry and Engineering, Science and
Management War Training programs, sponsored through a collaborative
effort between the U.S. Department of Education, the War Manpower
Commission, and private industry. An examination of the advantages
and disadvantages, and criticisms of the four methods selected for study
follow these early developments of the WWII period.
In reviewing the four training methods, it can be concluded
that: the lecture method is a common method of instruction, however,
the trainer provides all of the discussion during training, with
passive involvement from the participants. The lecture is used to
introduce new concepts or subjects, however as shown in table 1, the
lecture method ranked least effective of the four training methods in
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achieving six training objectives. The lecture does, however, allow
for the presentation of large sums of information.
The conference method differs from the lecture method by
making allowances for active participation by the trainees. The
trainer must be experienced in guiding the discussion, otherwise the
group may become uncontrollable, negating the purpose of the training
program. The conference method ranks higher than the lecture method,
as shown in table 1, involves more preparation, and is recommended
for groups of twenty-five or less.
Role Playing, also requires the active participation of all
members of the group, acting out situations, providing feedback and
retnacting the role play situation, if necessary. This method is NOT
recommended for the novice trainer, who must be able to calm emotional
flareups^or steer the situational presentation in the right direction.
Role Playing ranked highest in attitude change and interpersonal
skills (see table 1). The case method is the most complex and time
consuming method of the four discussed in this paper. Active parti¬
cipation is required of all participants, providing an opportunity to
apply newly acquired knowledge to problem situations. The case
method, should, however, be as realistic as possible, and recognized
by the participants as pertaining to their day-to-day jobs. The case
should involve decision-making action and present complex problems
to stimulate analytical thinking. The case method ranked highest in
problem-solving skills, knowledge acquisition and knowledge retention
(see table 1).
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To increase the credence of the writer's analysis, the
writer selected a study conducted by Stephen J. Carroll, Frank T.
Paine and John J. Ivancevich, entitled "The Relative Effectiveness
of Training Methods-Expert Opinion and Research." This study com¬
pared nine training methods, in order to determine their effective¬
ness in six training objectives (knowledge acquisition, changing
attitudes, problem-solving skills, interpersonal skills, participant
acceptance and knowledge retention). The four training methods
examined (lecture, conference, case method and role play) by the
writer, were included in their study.
The survey was conducted by the writer in hopes of answering
two questions: 1) does the training method used, depend on the size
of the company? and 2) what types of training are offered at those
companies? The survey results did not indicate that a relationship
exists between the size of a company and the types of training methods
used by those companies. Based on the results obtained from the
survey, 33 percent of the companies use the conference method, 27
percent use the lecture method, 33 percent use other methods, and 30
percent of the companies use all of the four methods examined in is
study. The level of significance for this study was set at p<.05,
and based on this level of significance, no significant findings
resulted from the study.
Recommendations
The writer presents the following recommendations:
1. More studies should be conducted, comparing two or more
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training methods.
2. The goals and objectives of employee training programs
should be clearly defined.
3. Training programs should be structured in clear relation¬
ship to the goals of the organization.
APPENDIX A




Practical methods to guide you in instructing a new man on a
job, or a present worker on a new job or a new skill.
FIRST, here's what you must do to get ready to teach a job:
1. Decide what the learner must be taught in order to do the
job efficiently, safely, economically and intelligently.
2. Have the right tools, equipment, supplies and material
ready.
3. Have the work place properly arranged, just as the worker
will be expected to keep it.
THEN, you should instruct the learner by the following four basic steps
STEP I-PREPARATION (of the learner)
1. Put the learner at ease.
2. Find out what he already knows about the job.
3. Get him interested and desirous of learning the job.
STEP IT-PRESENTATION (of the operations and knowledge)
1. Tell, Show, Illustrate, and Question in order to pot over
the new knowledge and operations.
2. Instruct slowly, clearly, cranpletely and patiently, one
point at a time.
3. Check, question and repeat.
4. Make sure the learner really learns.
'STEP 111-PERFORMANCE TRY-OUT
1. Test learner by having him perform the job.
2. Ask questions beginning with v^, ]^, who, when, or where.
3. Observe performance, correct errors, and repeat instruc¬
tions if necessary.
4. Continue until you know he knows.
STEP ly-FOLLOW-UP
1. Put him "on his own."
2. Check frequently to be sure he follows instructions.
3. Taper off extra supervision and close follow-up until he
is qualified to work with normal superviston.
REMEMBER-If the learner hasn't learned, the leader hasn't taught.
Source: War Manpower Commission, Bureau of Training, Training
Within Industry Service, The Training Within Industry Report 1940-1945.
(Washington, D.C.: 1945), p. l2.
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JOB METHODS
STEP I-BREAK DOWN the job.1.List all the details of operations, moves, inspections
and delays, while operators are:
a. Moving Materials
b. Working with Machines
c. Working with Hands and Tools
STEP II-QUESTION every detail.
1. Use these types of questions;
WHY is it necessary?
WHAT is its purpose?
WHERE should it be done?
WHEN should it be done?
WHO is best qualified to do it?
HOW is 'the best way' to do it?
2. Question product design, material, material handling,
layout, set-ups, tools and equipment, machines, operator
qualifications, work-places and operations.
3. STEP III-DEVELOP the new method.
1. ELIMINATE unnecessary details.
2. COMBINE details when practical .
3. REARRANGE to get better sequences.
4. SIMPLIFY all necessary details
a. Make the work easier and safer.
b. Preposition materials, tools and equipment at the
best places in the proper work-area.
c. Gravity-feed and Drop-delivery.
d. Let both hands do useful work.
e. Jigs and Fixtures for holding.
5. Discuss your idea with others.
6. Write up your suggestion.
STEP IV-APPLY the new method.
1. Sell your suggestion to the boss. Get his approval for
a trial.
2. Sell the new method to operators. Give it a fair test.
3. Safety? Quality? Quantity? Cost?
4. Get final approval from all.
5. Put it into effect. Use it until a better way is developed.
6. Give credit where credit is due.
Source: War Manpower Commission, Bureau of Training, Training
Within Industry Service, The Training Within Industry Report 1940-1945
(Washington, D.C.: 1945}, p. 12.
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DATA LIST FILE-RAWDATA RECORDS=l










Value labels sic 1 '4511' 1 '5311' 3 '4811' 5 '5810' 6 '4111'
7 '3662' 8 ' 6331' 9 '2321' 10 '2211' 11 '1611' 12 '2022'
13 '7321' 14 '2327' 15 '3312' 16 '4833' 17 '2782'/gpcd 1 '8000+'
2 '5000-7000' 3 *2500-4999' 4 '1000-2499' 5 '750-999'/dptfun
1 'training/hrd' 2 'personnel/br'/dj 1 'training/hrd mgr exec.*
2 'training/hrd spec.' 3 'personnel ingr/spec.' 4 'gen corp mgmt'
5 'staff or line' 6 'other'/trntp 1 'exec, dev.' 2 'm^t skills
6 dev.' 3 'clerical/sec.' 4 'comrounication' 5 'new methods/proc'
6 'tech skills/tech proc.' 7 'other' 8 'all'/trncon 1 'conference'
2 'lecture' 3 'role play' 4 'case* 5 'other' 6 'all'/





FILE HANDLE: The FILE HANDLE command is used only during the SPSS^
job to reference the data file on SPSS^ commands. The file handle
can be no longer than eight characters and must begin with an
alphabetic (A-Z) or a $, #, or It can also contain numeric
characters (0-9).
DATA LIST; The DATA LIST command does not read the data; it gives
SPSS^ information on the location and format of the data. Once
SPSS’^ reads your data according to the DATA LIST command, it creates
an active file which consists of the data and a dictionary containing
variable deinitions such as variable names, lables, printing and
writing formats, and missing-value flags.
VARIABLES LABELS; Use the VARIABLE LABLES command to assign an
extended descriptive lable to variables. Specify the variable
name followed by at least one comma or blank and the associated
label enclosed in apostrophes or quotation marks.
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VALUE LABELS; Use the VALUE LABELS command to provide descriptive
labels for values. The VALUE LABELS command is followed by
a variable name, or variable list, and a list of the values
with their associated labels.
FINISH; The FINISH command terminates an SPSS^ job. FINISH causes
SPSS^ to stop reading commands, so anything following it in
the command file is ignored.
The FILE HANDLE and DATA LIST comnands along with any operating-
system commands are all you need to describe the file.
SUBCOMMANDS
FILE: Use the FILE subcommand to specify the file handle for the data
described by the DATA LIST coimiand.
RECORDS; Use the RECORDS subcommand with fixed-format data to specify
the number of records per case. By default, SPSS^ assumes one
record per case for fixed-format data.
CROSSTABS; Procedure CROSSTABS produce tables that are a joint dis¬
tribution of two or more variables that have a limited number
of distinct values.
STATISTICS: By default, these measures of association are calculated
for the cases with valid values included in the subtable.
Source: SPSS^, Inc., SPSS^. User's Guide (New York: McGraw-




NUMERIC LISTING OF STANDARD INDUSTRY CODES
44
♦SURVEY INSTRUMENT
This survey is being conducted as a part of a degree paper, in
partial fulfillment of the requirements for the Master of Public Admin¬
istration degree at Atlanta University. The degree paper is entitled
"An Analysis and Use of Four Employee Training Methods: Lecture, Con¬
ference, Case Study, Role Playing." The purpose of this survey is to
elicit information pertaining to the methods of training employees and
the types of training offered at selected companies.
1. Company Name:
2. Industry Code:
3. Group (1) 8000+ (2) 5000 - 7555 (3) 2500 - 4999 (4) 1000 - 2499
(5) 750 - 999
4. Please indicate which of the following best describes the primary
function of your department I
1. Training/Huroan Resources Development
2. Personnel/Human Resources




4. General Corporate Management (non-training)
5. Staff or line function manager or supervisor other than
training or personnel
6. Other (specify):
6. From the following list, please describe the types of training
your organization offers.
1. Executive Development




6. Technical skills/technical knowledge
7. Other (specify):








*This survey is a modification of the U.S. Training Industry
Survey (1987) used in a survey of organizational participation in
training and human resource development. The survey was conducted by












Transportation, Communications and Public
Utilities
Retail Trade
Finance, Insurance and Real Estate
Services
Source: "Numeric Index of SIC Codes, "Million Dollar Directory
Series 1987," (Parsippany, N.J.: Dun and Bradstreet, Inc., h.p.), pp.
xv-xix.
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